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FORMALIZING THE INFORMAL COMMUNICATION NETWORK
OF
YOUTH HELPING YOUTH
Developing a CIDS-related ~eer Facilitation Program
by Stephen D. Thompson
One of the greatest resources we have as educators are the students we serve.
During the 1980-1981 school year, the MOICC contracted with the Department of
Educational and Cultural Services for a programmatic evaluation of the computerized
Career Information Delivery System within a variety of career guidance settings.
A significant finding of this study pointed out that educators are under utilizing
the informal communication network between students. Through interviews with
students in sixteen CIDS user sites, Department researcher John Moran observed
that students talked to one another after using the various CIDS files. Even
though many sites have trained student career guidance aides, the purpose of the
training was aimed at accessing assistance and not in the clarification of personal
career guidance issues .
The development of a PEER FACILITATION PROGRAM will provide an exciting and
worthwhile component to your school' s guidanc e and counseling services. The intent
of the training manual developed by Andrew Loman is to provide counselors with a
suc cin c t training guide for the implementation o f a peer fa c ilitation program.
Through this pro cess , counse l or s will be abl e t o expand counseling services, while
a t th e same time ta pping the inf o r mal co unsel i ng ne twork that already exists between
students. Student s he lp one ano th e r every da y- - s o why not formalize the process
i n a manne r tha t wi ll assist yo u rea ch pre -iden t i f ied guidance and counsel ing goals
and obj ec tives .
As a pee r fac ilit a tor, student s wi ll be abl e t o r ea lit y test many skills
a ppli cabl e t o the wo rld o f work wh il e assisting o thers c lari f y issues relatin g to
future life/ career planning. Fo r thi s pro gram t o be suc cessful, it is essential
fo r you a s a counselor to be committed to the peer facilitation concept. As a
result of this commitment, you will be able t o a l l o t the ne ces sary time and effort
t o trainin g pe e r fa c ilitators and t o provide the essential fo l l ow-up throughout
the school year.
The p r o gram outlined by Mr. Loman relates to a multi-dimensional peer program
that addre sses the many issues facing adoles c ents. Not only can this program
address c areer guidance services, but also can relate to peer tutorial programs,
interpersonal issues, provision of community services to the very young or the
elderly, and to elementary/junior high guidance services. This program is what yo u
make it. It can be superficial, or it can address many needed service areas that
c annot be properly addressed because of limited staffing and financial resource s .
When developing your program, it is essential to have t he approval and support
of the administration, school board, parent groups, and the teachers. Without
this support, your program may run into problems down the road. You must also
remember that with the implementation of this program, your role as a counselor
will change and often times your skills and knowledge will be challenged and tested.
Peer facilitators should prove a valuable resource for your school and communit y .

The planning of your program should involve a cross section of school
and community representatives . The purpose of the program should be clearly
established with appropriate referral procedures delineated. Furthermore,
the need for student confidentiality is obvious and must be addressed both in
the screening of potential facilitators and in the training program.
If your program will only address career guidance delivery services, then
it is important to openly address this in the planning stages. Following are
informational and interpersonal skill areas for incorporation into local training programs:
1.
2.
3.
4.
5.

Understanding of and application of the decision- making process;
Understanding of and application of the connnunication model;
Awareness of the career and occupational resources available in
your school system;
Ability to access the computerized career information delivery
system; and
Understanding of the local labor market and the broader industrial
base throughout Maine.

Other procedures that must be addressed are re f errals and maintenance of
confidentiality .
Developing a peer facilitation program will be both a challenging and learning experience. In these times of limited fis c al resources and high demand, peer
facilitators would help alleviate both issues. There is merit to youth helping
youth. Tap this valuable resource by establishin g a PEER FACILITATION PROGRAM.

Stephen D. Thompson
Career Education Consultant

PEER COUNSELING TRAINING MANUAL
DEVELOPED BY
ANDREW B. LOMAN, A.C.S.W.
EXECUTIVE DIRECTOR
CRISIS AND COUNSELING CENTERS
AUGUSTA, MAINE
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INTRODUCTION TO THE TRAINING MANUAL
The materials outlined in this manual have b een adopt e d from a varie ty
of sources including : "Youth Helping Youth": A handbook f o r t raining
peer facilitato rs and its companion volume, " Ca r ing and Sharing":
Becoming a Pee r Faci l itator by Robert D. Myrick and Tom Er ney; Pe er
Couns el i ng Training Manual by Ned Strauss, Mimi Goldsmith and, Pat
Fontaine; Erich Lindeman n's Five Phase model of Crisis Intervent ion;
Death and Dying by Elizabeth Kubler Ross; Childhood and Society by
Erik H. Erikson and from twelve years of my exp e r ience in work in g
with trouble d adolescen ts and training pee r counsel ors . Th e ma terials
selected for this manual are not intended to be all inclusiv e b u t
rathe r meant to be used as a guide for the practitio ner who wishes to
train pe er counselor s.
There are two issues that are of critica] importanc e in the dev el opment
of a pee r counselin g program . The first is self-exam ination and the
second is a commitmen t, on the part of the administr ative, fac ulty and
student body of the school, to the concept of peer counselin g . The
self-exam ination process involves a careful scrutiny of one's s tr en g th s
and weaknesse s coupled with an acceptanc e of one's limitatio ns . Pe e r
counselor s can only be effective if they are able to know thei r l imitations and reach out for help when they reach the limit of t h eir
capab ilities. The second concern is paramount to the success of a
peer counselin g program . If any individua l or group within the s ys tem
is oppo s ed to the concept of peer counselin g, the program will i nevi tably fail.
Exp erience has demonstra ted that a carefully planned and implement ed
pe e r counselin g program can significa ntly enhance the guidance and
counselin g component s of a school system.
Andrew B. Loman
May 29, 1981
Augusta, Maine
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Training Manual Outline

Following are the objectives of the training experience followed by an
outline of the components of the training with specific time lines.
Evaluation of the training will be done by an instrument which will
measure growth in each peer counselor based on the objectives stated
below.
Training objectives:
1.

Each peer counselor will learn how to develop a relationship based
on trust and caring.

2.

Peer counselors will learn how to observe and assess verbal and nonverbal behavioral cues.

3.

Peer counselors will learn self assessment techniques which will
enable them to understand and clarify their own values, attitudes
and behaviors.

4.

Each peer counselor will learn how to use a decision-making model
which they will employ to help others make reasoned choices.

5.

Peer counselors will learn when and how to make referrals for
students in need of extended services such as family planning,
mental health or occupational counseling.

6.

Finally, peer c ounselors will become aware of how they serve as a
role model for other students and how they can demonstrate appropriate behavior to be emulated by other students.
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Training outline:
The training shall consist of two full days (10 hours each day) foll owe d b y
Supervision sessions will follo w
we~kly two hour sessions for five weeks.
the training one hour per week during the remainder of the school ye ar.
Session one

9:00 - 9:00

a.

Introductions - Each person introduces him/herself, giving name ,
interests, and a sense of why she/he is here.

b.

Each
Introductions exercise #2 - Participants pair off into dyads .
person chooses a partner that he/she is not very familia r with . Dy ads
each take 10 minutes (5 minutes each) to interview one another .
Interviewers ask specific questions of the other person a nd t he in terviewees must respond only to the specific questions asked . Th e g r o up
reconvenes with each partner switching roles with their other p art ner.
Each partner is to introduce the other by stating that he/she is the
other person and telling the group something about him/herself .

c.

Five minute break.

d.

Interpersonal r e l a t i ~ r ~-test.
The Interpersonal Cormnunication Inv e ntory i s now administered to t h e
See Appendix.
group.

e.

Lunch break (1 hour) .

f .

Presentation o f 5 phase mode} of decision-making
1.

Developin g a relation sh ip - all re l ati o nships are based on t wo
fundamental premises: ~ ove and trust . Love is the quality of
genuine caring f or another human being based upon the affectio n al
needs of each person. Trust consists of a mutual honesty t h at
exists between the two people involved in the relations h ip . A
genuine helping relationship cannot exist without these t wo
components.

2.

Exploring the problem - explain to participants that in order t o
help a person with a problem, one needs to conduct an assessmen t
of what h a s caused t he probl e m events. An assessment of the
person's c oping skills, s trength s and weaknesses and resources
must be c onduct ed s o tha t yo u may be able to assi s t them in using
these resources.

3.

Sununarize the problem - the problem t h at the counselor presents
must be formulated and defined by the client. What do they wish
to do about the problem? Who do they wish to involve in this
process? The peer counselor must learn in this stage about their
expectations of themselves and the expectations of them held by
their client. Responsibility for solving the problem must lie wi th
the client so that the client does not become dependent upon the
counselor.
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4.

Foc us and Planning stage - At this point the counselor and client
should outline all of the possible alternatives (solutions) to
the problem and their consequences. Each alternative should have
positive and negative consequences associated with it.

5.

Contract establishment - counselor and client agree to a specific
alternative. The most acceptable alternative should be the one
most likely to be attainable with the least negative consequences.
The contract should be written and must specify what each person
shall do, when, where, and how. The contract should have a back
up plan in case the first plan is unattainable.
Hence the 5 step model:
1.
2.
3.
4.
5.

Establish a relationship.
Explore the presenting problem.
Summarize the problem.
Focus and plan.
Establish the contract.

g.

10 minute break.

h.

Exercise - Break the groups into triads, assign each group a problem.
One member of the group should be the client, another the counselor a nd
the third, a process observer. Have the group work through the model as
described allowing fifteen minutes for each round. After each fifteen
minute session, have the process recorder in each group provide the
counselor with feedback. Rot a te the groups until each member has had an
opportunit y to play all three roles. Process the experience with the
entire group.

i.

Satir's modes of communications.
Virginia Satir has elaborated on a theory that essentially says that
people operate in basically five modes of communication. Ea ch of these
modes is either characterized by normal or pathologic communication.
Four of the five DX)des can be described as being communication inhibitors and the fifth is generally facilitative of communication.
The five modes are as follows:
1.

Blaming - This mode consists of a projection of on e 's bad fe e ling~
about oneself onto others. Example: John is basically the cause
of all our problems. Everytime he gets i nvolved in planning anything it never gets accomplished. The blamer is consistently
giving negative feedback to others in an attempt to divert attention
away from himself. The possibility of any normal communication taking
place i s significantly diminished as the blamer's hostility blocks
the connnunication process.

CI DS • CI DS • CIDS • Cl DS • CIDS • CIDS • CIDS • CIDS • CIDS• CI DS • CIDS • CIDS • CIDS • CI DS • CIDS
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j.

2.

Irrelevance on the distractor - The distractor or irrelevant person
is preoccupied with creating havoc by diverting attention from the
topic to be discussed. Example - While a group of people are engaged in a heavy discussion, Joan admires the various items of
clothing that the people are wearing.
She disrupts the conversation
at every opportunity. The more conflict ridden the conversation
becomes, the more distractive Joan becomes. The distractor engages
in this behavior because of his/her desire to avoid conflict,
ironically she will often incite conflict by her behavior.

3.

Placator - The placator seeks to smooth over feelings and avoid conflict by a process of appeasement.
Example - Phil would like to go
to the beach on Saturday and Sally wants to go to the mountains.
Henry (the placator) attempts to get them to agree to a third plan
which neither is willing to accept because he is terrified of their
anger. Placators attempt to appease others because of their fear of
anger, even though the anger may be helpful to the resolution of the
problem.

4.

Super reasonable - The super reasonable person avoids effective conflict resolution through a process of accommodation of the other
person.
Example - Frank is angry at Sandra (brother and sister)
because she does not want to use the family cottage when he is there.
The only other time available to Sandra is Larry's vacation (another
sibling). Larry says that Sandra can have the cottage during his
vacation and he will go without for her sake. Larry sacrifices for
Sandra and the conflict is still not satisfactorily resolved.

5.

Congruent - The congruent person realizes that certain conflict is
essential for the resolution of problems. Communication with a
specified amount of tension and conflict is acceptable. The congruent person facilitates this resolution through the use of controlled conflict. Example - Using the above example, Larry sits
down with Sandra and Frank and problem solves the conflict to a
successful resolution. The congruent person is not afraid of conflict
but rather uses it to his advantage to help resolve the problem.

Exercise - Select five volunteers and secretly assign each a role to play.
Give them a problem to solve and allow them to play out the five roles
outlined above. Discuss the process with the entire group.

Supper break
k.

Presentation of communications model
Communication is a multi-level process, an interchange of thoughts and
feelings between people . There is no way not to communicate when two
people are together.

6
CIDS•CIDS • CI DS • CIDS•CIDS •CIDS•CIDS •CIDS•CIDS •CIDS•CIDS •CIDS•CIDS •CIDS• CIDS

I n thinking about connnunicati on for a peer counselor, it might b e helpful
If you peel
to p icture two big telephones connected with a black cable.
different
of
lot
a
are
there
that
see
you
back
cable
the c overing of the
the two
between
on
connnunicati
of
aspects
various
colored wires carrying
that
things
of
levels
the
down
breaks
model
·phones. Our connnunicati on
content,
include:
These
people.
two
happen in this exchange between
feelings, response - expectation s and dynamics.
As an example of how these things interact, let's look at this call:
The phone rings, and when you pick it up you hear a girl's voice, a
little bit nervous, a little tentative, saying, "Is this Open-line? I
was wondering if you could give me some information about abortion."
Your first impulse would probably be to deal with the content. She asked
you for information about abortion. What information do you have ava ilable? What do you need to know? You find yourself probably wanting to
know things like how far along in pregnancy is she, is abortion a realistic alternative for her, is it the only alternative she has considered.
What referral sources do you have available? Would she be eligible for
therapeutic a bortion here, would she go to New York, and so on, dealing
with information about the question she asked, "Can you tell me something
about abortion?"
The second level is the most important level for the counselor- -the
It's with feelings
It is here that you make contact.
feeling level.
that you
response;
that you respon d to h e r, and she understands your
uncertainfrom
range
may
tune in, yo u a cc ept, you refle c t. Her feelings
your
and
things,
f
o
ty, fear, h el p les sne s s , gui l t , anger, any number
to a
come
to
try
u'll
Yo
feelings will be invo] v ed at this po int, t o o.
responsecalled
place where you will als o be c ome a wa r e o f what is
She probably anticiShe called you askin g fo r s o mething.
exp ectation.
She may hav e been expecting rejection on
pated your response to it.
She
the basis of some guilt feelings and some self-hate of her own.
someone
or
f
She may have been looking
was probably expecting advice.
who would assume responsibil ity, who would solve her problem, pronounce
She
She might have been hoping for understandi ng.
the magic formula.
begin
you
as
is asking you for something; you try to tune in on this and
to understand what she's asking you for, you also begin to understand
what she needs.
Dynamics, the fourth phase of connnunicati on, is sometimes difficult to
the
define and separate out. My own definition of dynamics would be:
social, economic, biological and emotional factors that a person brings
with him into the present situation - those things and experiences that
predispose him to experience the situation in a particular way. You deal
only with the most relevant factors, in the now, when you deal with
dynamics.
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For example, it's probably pretty important to you in order to help this
girl arrive at a solution to her problem to know what her relationships
are with the significant others in her life: how she feels about the
baby's father, what kind of communication is available here, how much
support she can look for, if any, how she feels about her parents, and
what support she could expect there. These are some of the dynamics
which reflect on the immediate situation. It would probably be a lot
less valuable to you to know that the girl is grossly obese. It might
help you to understand how she feels about herself, but it's probably
not relevant to discuss ways to deal with the weight problem right now.
It's not going to help her in dealing with the unwanted pregnancy. It
might be something that a therapist in on-going counseling would work
with. You're working in a context that's known as brief therapy. In
brief therapy, a worker takes an active role. He focuses on the present
situation . You're going to be taking an action-oriented course, to help
your client make a plan. You try as much as possible to determine which
of those factors in dynamics that your client chooses to introduce are
really relevant to the present situation; you eliminate those things
that are past history, that might need attention for future problem
solving but will be unimportant in resolving the present crisis .
Your goals as a crisis worker are to help the person arrive at an
alternative for dealing with the present situation, to restore his
equilibrium, and optimally to help him learn something about a better
way to deal with a future crisis situation when it presents itself.
There are a lot of ways that you can be, a lot of things that you can
do, that can facilitate or inhibit communication.
One important factor is mutual trust. It's imperative for your client
to be able to trust you. In order for the trust to take place you have
to find a way to communicate to the client that you can accept what he
feels, what he is experiencing. You have to know what his expectations
are and what may be getting in the way of trust. You also have to trust
your client and that's different from taking responsibility for him.
You have to trust her to accept or reject those things that you offer
her on the basis of what she sees as relevant and valuable in the
present situation, and believe me, you can trust her to do that. For
example, if you get a clue from what she says about her desperation in
the present circumstances that makes you think that she's probably
considered suicide as an alternative to completing the unwanted pregnancy,
you might find yourself saying something like, "Well, have you thought
of killing yourself, are you thinking of killing yourself?" You can
trust her to pick up on that: If she isn't, she's going to tell you so,
and if she is, you've let her know that you can accept those awful
feelings, those feelings that were so bad that she couldn't even tell
you directly that that was what was happening with her. Now she can
open them up and deal with them, if that's what's there, and if it ' s not
there you haven't hurt her because she will say, "Oh, no, I haven't
thought about a thing like that."

CI DS • CIDS• CIDS • CIDS • CIDS • CI DS • CI DS • CI DS • CIDS • Cl DS • CIDS • Cl DS • Cl DS • CIDS • Cl DS
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Another factor is acceptance, as opposed to value judgements. Value
judgement is your person~l prejudice, the moral code, the code o f
e thics that you live your life by. It's imperative as a counselor
of any sort, particularly a crisis worker that you be aware of what
your own moral code is and how that is going to influence your reaction
to someone else's situation. As a peer counselor you'll be working
with all of the emotionally loaded i s sues: drug problems, alcoholism
p roblems, etc. (Many of us bring a lot of feeling to alcohol- relat e d
problems from experiences in our own lives with alcoholism. It's important to understand what your feelings are, how you're going to
feel about the alcoholic client). You'll certainly be dealing with
homosexuality. You may be dealing with child abuse. All of these
i ssues have strong moral connotations. Things that might be totally
unacceptable for you might be acceptable for the client. You must be
able to keep an open mind, and you have to know where your feelings are
coming from when you start to deal with a situation.
I once had a series of calls working with a girl who had been very
oppressed and abused. She had a drug problem. We had a lot of rapp ort
and we really liked each other. One night she called in really elated
to tell me about a series of destructive, criminal acts that she had
been engaged in and to tell me how pleased she was that she hadn't
gotten caught. I fo und myself feeling pretty uptight. I was angry and
felt that what she was doing was wr ong. I could really identify with
the property owner whose property had been destroyed and resented what
she had done , but I had to try to find a way to deal with my feelings
and to deal with hers without destroying what I felt was very important
and unique trust relationship that we had going. In that case my way
of doing it was to talk again about how unloved she had felt and how
no one had taken responsibility for her or cared for her as a small
child; how angry, hurt, deprived and desolate she was about it; to point
out to her that she was now doing the same thing and if she was unwi l ling
or unable to accept the responsibility for her actions she was making
it really easy for people not to be concerned about her. She could h ardl y
expect anyone else to take the responsibility for her. She seemed to
accept it. I felt better from having let her know how I felt but tha t
it was still her own course of action, her responsibility, to deal wi t h
it. As far as I know it was never reported to the police . She didn ' t
feel that responsible, but I felt as if I had presented the situation
to her in a way that she could see at least somewhat what she was doing .
She seemed to accept that and I still left her the choice of dealing
with it. I didn't destroy or jeopardize her trust relationship by c alling
the police.
Involvement is another facilitating factor, as opposed to technique as
an inhibiting factor in communication. Technique is when you decide on
a plan of action, on a way of dealing with a client, when you think
ahead: "If she tells me that she loves the baby's father then I will
ask her why she hasn't asked him to marry her or why she doesn't f eel

Cl DS • Cl DS • Cl DS • Cl DS • CIDS • CIDS • Cl DS • CIDS • CIDS • CIDS • CIDS • CIDS • CI DS • CIDS • CIDS
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that she can ask him to marry her." The questio n may be valid, but
of
when it's a conscio us and though t-out techniq ue it cuts into some
in,
tuning
from
d,
involve
being
the sponta neity, it preven ts you from
hazard
a
be
can
ue
Techniq
from hearing what your client is saying.
when you've dealt with someone effecti vely previou sly and they come
in again. You may be very conscio us of how you were effecti ve before
and it may be a tremend ous tempta tion to use the same techniq ue conyou
sciousl y again. But each client is unique. The more sponta neity
can
you
better
the
now,
the
to
can genera te, the more you can relate
over
tune in presen t feeling s, even if it's a person you've dealt with
a
as
be
you'll
l
helpfu
more
and over again, the more effecti ve, the
peer counse lor.
There's also sharing an experie nce as opposed to taking a teachin g
role. If you give someone instruc tions, again similar to giving them
advice , you try to teach them how to deal with a situati on. You may
offer them someth ing valuab le but at the same time you take away some
of their autonom y. You can get into two kinds of traps through teachin
ing and advisin g. They always have the alterna tive of coming back
am
what
now
work,
and saying , ''You told me to do that and it didn't
I going to do. You've taken a respon sibility , it's your thing, you
get me out of it.'' If it does work, if the plan is effecti ve, they
the
don't have the self-sa tisfact ion of feeling that they implem ented
ent
depend
still
They're
solutio n effecti vely - they feel as if you did.
work
me
help
to
on you, they're still hung up on - "I need someone
through my problem s." So you take someth ing away when you give advice
or you teach, even though the alterna tive or solutio n arrived at might
be exactly the same. You have to allow some depende ncy on you, as
necess ary, but you should watch very closely to be sure that you don't,
to meet your own need as a helper , do for them what they can do for
themse lves.
You will use your unders tanding of commu nication and your increas ed
awaren ess of yourse lf and your own feeling s to establi sh contac t and
's
build rappor t with your client. You'll be tuning in on your client
you'll
and
it
accept
feeling s, you'll identi_fy what he's feeling , you'll
reflec t to him his feeling s so that he knows that you do unders tand.
You try to find out what's happen ing now and what's been happen ing
find
recentl y and you focus on the situati on in the presen t time. You
ilities
possib
what the stress factors are and togethe r you explore the
cs
and alterna tives in dealing with them. You'll look into the dynami
what
are,
es
to the extent of finding out what your client 's resourc
in
his coping abiliti es and mechan isms are, how he's resolve d crises
ble
accepta
ly
the past. Having determ ined a course of action that's mutual
and
it
ent
to yourse lf and the client you'll move ahead to try to implem
offer him ongoing suppor t during the period of crisis.
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Session Two - 9:00 - 9:00
1.

Suicide presentation Peer counselors must be constantly vigilant to the possibility of
suicide among their clients and peer group. Suicide is the second
highest leading cause of deaths in the 14-25 age group in our country,
consequently, it is very possible that a given peer counselor may encounter a suicidal person in their capacity as a helper. In order to
understand and be able to assist the suicidal person, peer counselors
must understand the warning signals, be able to evaluate the potential
lethality of the person, and make a successful intervention employing
the crisis .intervention process described earlier.

Indicators of suicidal intent:

1.

Behavioral changes usually occur such as: withdrawal, eating and sleeping patterns changed, give away highly valued material posessions, increase coAsumption of drugs/alcohol, etc.

2.

Three fourths of all those who connnit suicide have seen a physician
within four months of the day on which they committed suicide.

3.

Suicidal people feel depressed and hopeless rather than depressed and
helpless. Helpless people normally reach out for help, hopeless people
rarely do.

4.

Suicide is usually a response to a significant other such as a girlfriend/
boyfriend split up.

In order to help assess the lethality of a suicidal person, we have devised
a simple lethality assessment which is enclosed in the appendix of this
manual.
Role-playing demonstration of lethality assessment: Have the peer counselor
trainees break into groups of two's giving each of the teams a lethality
assessment blank. Ask each partner to play the suicidal person and the
other, the rater. The rater must ask the suicidal p~rson about their plan
and rate the client accordingly. If the person seems moderately to severely
suicidal 25%-75%, the rater should plan a referral to a helping agency. If
the lethality is higher, then immediate steps must be taken. All of these
efforts should be carried out using the five stage model described earlier.
L\lllch Break
M.

Self concept issues Adolescence is a period in our lives that stands out as significant because of a preoccupation with one's self concept. It is a time of introspection, self examination, and self actualization. Peer counselors can
best help others if they are constantly reminded of their own view of
themselves. This is best accomplished by participation in an exercise
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known as I.A.L . A.C. or "I am lovable and capable ". The concep t of
nt
I.A.L.A .C. is that each of us is intrins ica lly a lovab le and compete
ess
uniquen
our
of
sight
lose
to
tend
individ ual. The catch is that we
and wo r thiness through our interac tions with other people . A graphic
demons tration of this concep t may be presen ted to the peer counse ling
group as follo ws:
A.

The facilit ator relates the followi ng:
"When we awake each mornin g, there is a si gn on our chest saying
I.A . L . A. C. This sign represe nts the lovable and capable aspects of
ourselv es . During the course of the day, this " sig " is either enlarge d or reduced , depend ing upon the quality of our interpe rsonal
expe r i ences. For instanc e :
1.

You get out of bed, walk to the bathroo m , only to have the door
s l amme d in your face by your older brothe r . . . A bit of yo ur
I . A. L. A.C. sign falls off.

2.

You go downst airs to eat breakf ast and your mom yells at you f or
not having washed . . . Anothe r peice of your sign gone.

3.

You meet a friend at the bus stop who greets you warmly and asks
your advise about a problem . . . Your sign grows a little .

4.

The princip al stops you in the school hallway and asks for your
pass. You don't have one . . . Your sign shrinks again.

5.

A teacher praises your homework . . . Your sign expand s.

6.

In the lunch line, you stumble and drop your lunch tray , which
is loaded with food. Everyon e laughs at you . . . Your sign
shrinks by 50%.

.
By the end of the day, there is only a small piece of your I . A.L.A.C
next
the
r,
Howeve
lf.
yourse
about
good
too
feel
t
sign left, and you don '
sign.
C.
.
A.L.A
.
I
te
comple
and
new
a
with
mo r ning, you begin the day
This concep t can be best demons trated and underst ood by having each
partici pant and the facilit ators hang an I.A.L.A . C. sign around their
necks at this point. If you are hurt or confuse d by the way someone
has just related to you, then tear off a piece of the sign. If someone
le
is nice or suppor tive towards you, then tape and p~per will be availab
e
everyon
,
session
the
of
end
the
At
so that you can enlarge your sign.
takes a few minute s to discuss their feel i ngs about the experie nce.
N.

Sensory awaren ess exercis es - Guided fantasy
on a
The facilit ator now explain s that he/she will be taking the group
hs
strengt
their
of
aware
more
guided fantasy in order to help them become
ded:
commen
re
and weakne sses. The followi ng sequenc e is
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a.

Sensation of body getting heavier, eventuall y sliding to the floor.

b.

Sensation of body getting lighter, eventuall y rising into the air.

c.

Back to normal body weight.

d.

After a few minutes to relax, participa nts are asked to concentra te
on rememberi ng as far back into their lives as they can, focusing on
their earliest pre-schoo l recollect ion.

e.

Participa nts are slowly guided through their lives to the present,
focusing on birthdays , first and last days of each school year,
graduatin g from elementar y to junior high school, summer vacations ,
pets, good friends, first loves, etc., ending with coming to today's
training session and the beginning of this exercise.

f.

Participa nts are then asked to visualize gunny-sac ks and ropes being
handed out. Recollect ions are reviewed by facilitat ors, and participants carefully put each of their memories into his/her sack.

g.

The sacks are then tied up. Participa nts are asked to visualize themselves slowly standing up, looking around, and carrying their gunnysack out into the hallway. Once in the hallway, gunnysack s are piled
against a wall. Each person notices everyone else stacking their
gunnysack s. Participa nts then return to the room and resume their
relaxing positions .

h.

Participa nts are encourage d to be aware of the fact that all of their
past memories are now out in the hall. All that remains in the room
is happening here and now. Let this feeling sink in for a while.

i.

Participa nts are then instructe d to fantasize getting up, going back
out into the hallway to retrieve their gunnysack s and then returning
to their places.

j.

Participa nts slowly "wake up" and return to "normal".

k.

Process the session.

Dinner Break
Sensory awareness (continue d)
Exercise
The concept of a "trust walk" is

1.

Each participa nt is given a blindfold .
explained .

2.

Participa nts form dyads and begin the trust walk.
to provide a sensory experienc e for the trustee.

The task for guides is
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3.

After 15 minutes, guide also guidee &witch roles. Total time for th e
walk is 1/2 hour. Pairs return and group sits in a circle.

4.

Each participa nt is re-blindf olded. Everyone is given a few minutes
to adjust to the darkness and get in tune with the sounds and smells
all around them.

5.

Facilitat or then explains that she/he is going to pass some objects
around the circle. Each participa nt, upon receiving an object, is instructed to explore that object as deeply and completel y as possible ,
using every sense except sight. When satisfied that they have "sensed"
as much as they can about the object, they will pass it to the person
on their right.

6.

After all the objects have been passed around, the facilitat or asks those
holding an object to place it behind them. After everyone is again in
tune with their surroundi ngs (blindfol ds still on), participa nts are
instructe d as follows:

7.

a.

Carefully explore your right hand, using your left hand and your
other senses (except sight). Notice roughness , smoothnes s, etc.

b.

Now do the same for your left hand.
ties between your two hands.

c.

Now slowly reach out to your left and right and explore the correspon ding hands of your neighbors . Try to connnunica te some feeling or
message using your hands only.

d.

Again, using only your hands, say goodbye.

Note differenc es and similari-

After relaxing and slowly removing blindfold s, experienc e is processed .

Exercise:

Who am I?

Write an introduct ory paragraph to your Who am I paper which presents most of
your life situation in factual terms. Items to be included are such things
as people with whom you live and what they do, etc. The remainder of the paper
should consist of the following :
What do you enjoy?
Significa nt life events.
Beliefs and values.
Questions that you have about life.
Future plans.
The facilitat or should lead a discussio n after these papers are completed .
The discussio n should include the following :
How did you feel about what you wrote.
Why did you use certain words and not others?
Was it difficult ? How come?
Cloture
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Se s s ion three
Exercise - t r iads
Break the group into groups of three. One member of the group will be the
cl ient, a second, the peer counselor, and the third, an observer. The c l ient
should bring a problem to the attention of the p~er counselor which they shall
a ttempt to resolve together. The observer is to observe and record the
f aci l i tator ' s behavior. At the end of the session, the observer should feed
back the experience to the facilitator so that they may better understand
the i r strengths and weaknesses as a helper. At the conclusion of this process,
t hey swi tch roles: The opportunity for each participant to ro l e play each
r ole should be . expected with fifteen minutes allowed for each ro l e play
f ollowed by five minutes for feedback. The second hour should be taken up
with dis cuss i on of the exercise and feedback time to participants. Dis c ussion
shoul d f ocus on such things as how did you feel when talking about you r se l f?
What role was eas iest, why? Do you know what were the most facilitati ve
re spons e s ?

1~
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Session four
Exercise - The opposite sex
The purpose of this exercise is to practice understanding the position of
a client who is in a different role position than yourself. Have the group
form two circles - one inside the other. All the boys sit in the inside
circle while the girls occupy seats in the outer circle. Ask the boys a
series of questions: What do you think it would be like to be a girl?
What are the advantages? What are the disadvantages? The problems? After
ten minutes the girls should respond with four clarifying responses, four
feeling responses and one piece of advice. Next, change places and repeat
the procedure with the girls fantasizing about being boys.
The remainder of the time should be used for an open discussion of the
issues.
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Session five
Career development The purposes of this workshop are: To facilitate ways in which peers might
help others plan for jobs and careers. To discuss career related values,
goals, and needs of participants. To support the idea that career development is not only getting a job, but is a lifelong process of growth and
change.
Exercise 1.

What would you look for in a job?

1.

Facilitator distributes a list of some things which people generally
look for in a job (See appendix B-1).

2.

Instruct participants to place a"+" next to the items which they hope
to find in a job, and a"-" next to the things that they hope not to
find.

3.

Next, participants rank order the five things which they hope most to
find in a job, and the five things they hope most not to find.

4.

In groups of three, participants share their lists, discussing whether
or not their positive job attributes are realistic for them to find
(now or in the future). Participants then list jobs which they think
would provide all five characteristics.

Group then reconvenes and discusses what happened in each small group.
Exercise 2.

Job skills

1.

Facilitator distributes list of functional job skills (see appendix B-2).

2.

Participants are asked to circle those skills which they already possess,
or would like to possess. The four skills which each participant can do
the best are marked with a"+".

3.

List of different types of employers is distributed (see appendix B-3).

4.

Each participant circles the three employers whom she/he would most
like to work for.

5.

On

6.

Split up into groups of three. Groups develop a job title for each
person using their f avorite employer and best skills. Discussions
follow on how the skills chosen can best be utilized in the job which
the group has developed for each participant.

a separate sheet, each participant lists his/her favorite employer
and four best skills .
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Exer c ise 3 .
1.

Fac ilitator asks everyone to close their eyes, relax , and picture themselves in five years, and think of goals they would like to have reached
by that time.

2.

Goals and requirement sheets are distributed (see appendix B-4).

3.

Participants list their goals in the appropriate spaces. The specific
requirement necessary to reach each goal is then checked.

4.

On a separate sheet of paper, each participant writes his/her most impor-

tant goal, along with the reason for that goal's importance. The rest
of the paper is then separated into three columns, headed as follows:
"Requirements", "How have I accomplished that kind of a requirement in
the past?"; and "Changes in my life which need to occur".

5.

Participants then list the requirements already checked off on the previous
sheet, and complete the remaining two columns .

6.

Group separates into dyads. Partners then alternate being an interviewer,
and an interviewee. The interviewer's job is to help his/her partner plan
a course of action to complete the goal. This might be accomplished in
the following ways: Listen to the interviewee explain his/her chart;
help him/her to clarify the issues at stake; help him/her to generate ways
of fulfilling the requirements; consider the consequences of each plan;
encourage a decision on some course of action; set an appointment for a
progress report. (Appendix B-5)
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Session six
Ca r ee r Developmen t - Pa rt II
Exercise - first impressions
This exercise is designed to help pee r counse lors think about the kind of
i nitial impressions that they make and shows them how they can impress
upon their clients the need to make good first impressions especially during
job interviews.
1.

Students list five first impressions that they believe others generally
have of them in a first meeting. What are some of the things people
first notice about you?

2.

Divide the class into small discussion groups.

3.

Ask the group to look around the group and write one first impression
that they had and believe that othe rs would have about each person in
the group.

4.

One person volunteers to learn what the others have written. Others in
the group, in turn, read the impressions that they wrote down about the
volunteer.

5.

As the volunteer listens to others, he makes note of each statement and
later compares what others have said to the five items.

6.

After each person takes a turn, members examine their lists and compare
them with the list made from the cotmnents made by the group.

Discussion follows this activity.
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This session begins with the second administr ation of the Interpers onal
Communic ations Inventory . Post-test following the administr ation of the
inventory , a discussio n period would be held with a number of possible
subjects addressed . Possibili ties of discussio n are the following :
-asking the group to review the most significa nt things that they
learned from the training and how they have used these skills
in their lives.
-suggesti ons for improving the course.
-what areas they would like to spend more time in.
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Appendix A
Being an effective connnunicator seems to be based on five interpersonal components: 1) an adequate self-concept, the single most important factor
affecting people's connnunication with others; 2) the ability to be a good
listener, a skill which has received little attention until recently; 3)
the skill of expressing one's thoughts and ideas clearly--which many people
find difficult to do; 4) being able to cope with one's emotions, particularly
angry feelings, and expressing them in a constructive way; and 5) the
willingness to disclose oneself to others truthfully and freely. Such selfdisclosure is necessary for satisfactory interpersonal relationships.
In recent years, several research techniques and devices have been developed
in a number of areas involving the study of interpersonal communication:
marriage counseling, parent-child counseling, group therapy, and small-group
communication.
The "Interpersonal Cormnunication Inventory": (ICI) is applicable generally
to social interaction in a wide variety of situations. It is an attempt to
measure general tendencies in interpersonal communication and it may be used
as a counseling tool, as a teaching device, as a supplement to an interview,
by management, or for further research.
A 54-item scale measures the process of communication as an element of social
interaction; it is not intended to measure content but to identify patterns,
characteristics , and styles of communication.
The items included were drawn from a review of the literature in the field
and from the author's counseling experience and his work on related connnunication scales.
The instrument is probably best suited for individuals of high school age
or older. It can be adapted to either sex and any marital status.
Items in the ICI are designed to sample the dimensions of self-concept,
listening, clarity of expression, difficulties in coping with angry feelings,
and self-disclosure .
This inventory offers you an opportunity to make an objective study of the
degree and patterns of communication in your interpersonal relationships.
It will enable you to better understand how you present and use yourself in
communicating with persons in your daily contacts and activities. You will
find it both interesting and helpful to make this study.
Directions:
The questions refer to persons OTHER THAN YOUR FAMILY MEMBERS OR RELATIVES.
Pl ease answer each question as quickly as you can according to the way you
feel AT THE MOMENT (not the way you usually feel or felt last week).
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Appendix A - continued
Please do not consult anyone while completing this inventory. You may
discuss it with someone after you have completed it. Remember that the
value of this form will be lost if you change ANY answer during or after
this discussion.
Honest answers are very necessary.
your answers are confidential.

Please be as frank as possible, since

Us e t he f ollowing examples for practice. Put a check (v) in ONE of the
three b l anks on the right to show how the question applies to your situation .
YES
(usually)

NO
(seldom)

Sometimes

Is i t easy for you to express your views
to others?
Do ot hers listen to your point of view?
The YES column is to be used when the question can be answered as happening
MOST OF THE TIME or usually. The NO column is to be used when the question
can be answered as SELDOM or NEVER. The SOMETIMES column should be marked
when you definitely cannot answer Yes or No. USE THIS COLUMN AS LITTLE AS
POSS I BLE.
Read each question carefully. I f you cannot give the exact answer to a
question, answer the best you can but be sure to answer each one. There are
no right or wrong answers. Answer according to the way YOU feel AT THE
PRESENT TIME. Remember, do not refer to family members in answering the
questions.
YES
(usually)
1.

Do your words come out the way you
would like them to in conversation?

2.

When you are asked a question that
is not clear, do you ask the person
to explain what he means?

3.

When you are trying to explain something, do other persons have a
tendency to put words i n your
mouth?

NO
(seldom)

Sometimes
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YES
(usual ly )
4.

Do you merely assume the other pe r s on
knows what you are trying to say without
your explaining what you rea lly mean ?

5.

Do you ever ask the other person to te l l
you how he feels about the point you may
be trying to make?

6.

Is it difficult for you to talk with
other people?

7.

In conversation, do you talk about
things which are of interest to both
you and the other person?

8.

Do you find it difficult to expr es s
your ideas when they differ from thos e
around you?

9.

In conversation, do you try t o put yourself in the other person's shoes ?

10 .

In conversation, do you have a tendency
to do more talking than the other pe r s on?

11.

Are you aware of how your tone of voice
may affect others?

12.

Do you refrain from saying some thin g
that you know will only hurt othe rs or
make matters worse?

13.

Is it difficult to accept const ruc tive
criticism from others?

14.

When someone has hurt your fee lings,
do you discuss this wi t h him/he r?

15.

Do you later apologize to someone
whos e feelings YOU may have hurt ?

16.

Does it upset you a GREAT DEAL when
someone disagrees ~ith you?

17.

Do you find it difficult to think
clearly when you are angry with someone?

NO

(se ldom)

Sometimes
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Appendix A - continue d

YES
(us ually)
18.

Do you fail to disagree with o t hers because you are afraid they will get angry?

19.

When a problem arises between you and
another person, can you discuss it without
getting angry?

20.

Are you satisfie d with the way you settle
your differen ces with others?

21.

Do you pout and sulk for a long time when
someone upsets you?

22.

Do you become very uneasy when someone
pays you a complim ent?

23.

General ly, are you able to trust other
individu als?

24.

Do you find it difficu lt to complim ent and
praise others?

25.

Do you delibera tely try to conceal your
faults from others?

26.

Do you help others to understa nd you by
saying how you think, feel, and believe?

27.

Is it difficu lt for you to confide in
people?

28.

Do you have a tendency to change the
subject when your feelings enter into
a discussi on?

29.

In convers ation, do you let the other
person finish talking before reacting
to what he/she says?

30.

Do you find yoursel f not paying attentio n
while in convers ation with others?

31.

Do you ever try to listen for meaning
when someone is talking?

NO
(seldom)

Sometimes
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Appendix A - continued

YES

NO

(usually)

(seldom)

32.

Do others seem to be listening when you
are talking?

33.

In a discussion is it difficult for you
to see things from the other person's
point of view?

34.

Do you pretend you are listening to
others when actually you are not?

35.

In conversation, can you tell the difference between what a person is saying
and what he/she may feel?

36.

While speaking, are you aware of how others
are reacting to what you are saying?

37.

Do you feel that other people wish you
were a different kind of person?

38.

Do other people understand your feelings?

39.

Do others remark that you always seem
to think you are right?

40.

Do you admit that you are wrong when you
know that you are wrong about something?

TOTAL SCORE

Sometimes
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Appendix B-1

CAREER DEVELOPMENT MATERIALS

1.

What Do You Look For In a Job?

Look through the following list. Place a+ next to things you hope to find in
a job, and put a O next to the things you do not look forward to. Then rank
in order the five most important things you hope to find and do not hope to find.
1.

long hours--~-

21.

using a lot of math -----

2.

be your own boss _____

22.

reading many things

3.

make a lot of money _____

23.

working with your hands

4.

work with other people _____

24.

constantly changing jobs

5.

same duties every day _____

25.

authority over others

6.

chance to be alone

26.

work on something until it is
perfect _____

7.

do many different things -----

27.

8.

respected by other people

are one of the gang -----

28.

9.

use your imagination -----

add beauty to the world -----

29.

job does not take away from your
free time

10.

make important decisions -----

11.

sell things

30.

have a quiet place to work -----

12.

travel -----

31.

make something everyone thin~s
is a good product

13.

be a leader -----

32.

14.

always having to solve
problems _____

have your own office -----

33.

have freedom -----

15.

talk to many people _____

34.

always told what to do

16.

constant mental challenge _____

35.

can be yourself

17.

feel you helped other
people -----

36.

have to be a certain kind of
person for the sake of the customers

18.

many responsibi lities

37.

having to think for yourself _____

19.

take a number of risks -----

38.

having to be physical

20.

doing a lot of writing _____
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~endix B-2
I I Functional Skills

give directions
answer a telephone and
take a message

help others with
personal problems

read

manuals

read newspapers
help others with
physical problems

synthesize data

report sequential events
summarize an oral presentation

compute whole numbers
and fractions

reach schedules, guidebooks, dictionaries,
and directories

analyze data
follow oral directions

supervise others' work
draw conclusions

draw diagrams, charts
participate in discussions
translate
interview

organize social events
make decisions about
the use of money
develop mathematical
models
solve mathematical
problems

persuade others

plan programs
organize a group
write instructions for ..
others
busines$ correspondence

negotiate

solve interpersonal
problems

public speaking

keep track of budgets

dramatic presentation

transact money

meet the public

use tools of measurement

fund raising

electronic data process-

write for a popular
audience
edit
write scientific reports
copy

ing

promotional work

complete applications
and order forms

sell products

locate sources of information

sell ideas

manage information

entertain

accurate record keeping

teach

organize information

coach

scientific investigation

use hand tools and
mechanical work

counsel

library research

use scientific equipment

write an essay
write talks for others
to give
write symbolically
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Appen dix B-2 (conti nued)
use visual media (arts,
graph ics, film, etc.)
create with your hands
build or constr uct
labora tory work
create visual displa y
create new ideas
design interi ors
treat ailmen ts
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Appendix B-3
III Types of Employers
Accounting firms

Youth Organizatio ns

Social Service a gencies

Banks

Museums

Test development
corporation s

Investment f irms

Radio/TV industry

Ho spi ta ls

Historical societies

Busine ss corp o rations

Medical clinics

In t ernal Revenue Service

Dept. of Agriculture

Labor Unions

Dept. of Interior

Trade Assoc iations

Nat. Instit. Health

Ma r ke t ing resear ch

Technical journals

Insuran ce companies

Botanical gardens

Tax consulting

Utilities companies

Re s earch & development

Manufacturi ng firms

Management consulting

Dept. of Defense

Advertising agencies

Mining/Petr oleum firms

Department stores

Art galleries

Public/priv ate schools

Air, bus & rail lines

Community organizatio ns
(YMCA, SCOUTS, etc.)

Travel agencies

National Archives
Private foundations
Import-expo rt c ompanies
Regional planning
Weather Bureaus
Church organizatio ns
Dept. of Commerce
Atomic laboratorie s
Rehabilitat ion
Day care / child care
Correctiona l institute
Housing authorities
City managers
Animal hospitals
Audio/ Visual firms
Magazines, newspapers
Cit y/ Town planners

Colleges/un iversities
Public relati ons firms

Camps

National & state parks
Employment agencies

Military organizatio ns

Publishing houses
Chamber of Commerce

Data Processing

Photography studios
United Fund

Hotel/Motel / tourism

Fi l m c ompanies
Bookstores

Nursing homes

Libraries
Educational TV/film
Engineering firms
Po l itical organizatio ns

Pharmaceut icals
Real estate firms
Public opinion polls
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Appendix B-4
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IV.

Goals & Reguirem ents

YOU WILL HAVE TO SOLVE OTHER
PEOPLE ' S PROBLEMS
YOU WILL HAVE TO DO IT ON YOUR
OWN .
YOU WILL HAVE TO WAIT A LONG
TIME TO SEE THE RESULTS OF
YOUR EFFORTS.
YOU WILL NEED TO DO A LOT OF
PLANNING .
YOU WILL NEED TO SAVE MONEY .
YOU WILL NEED TO SCHEDULE YOUR
TIME .
YOU WILL BE RESPONSIBLE FOR
OTHERS.
YOU WILL HAVE TO DO MANY PHYSICAL
TASKS .
YOU WILL HAVE TO DO A LOT OF
WRITING.
YOU WILL HAVE TO DO A LOT OF
READING.
YOU WILL HAVE TO EXPLAIN THINGS
TO OTHERS.
YOU WILL HAVE TO USE A LOT OF
MATH .
YOU WILL NEED TO GET OTHERS TO
HELP YOU .
YOU WILL NEED TO BE ALONE A LOT.
YOU WI LL HAVE TO COME UP WITH
NEW WAYS OF DOING THINGS OR
NEW IDEAS.
YOU WILL HAVE TO STICK TO SOMETHING
UNTIL IT IS DONE .
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Appendix B-5
V.

Interv i ew

1.

Listen to other person explain the ir chart .

2.

Help the person to clarify the issues at s take .
Wha t makes this a goal for you?
What are the roadblocks to your fulfillin g the requirements?
When you look at what you have done, wha t st r engths do you s e e?
How will you know that you have achieved you r goa l?
What do you feel you need to do?

3.

Help the person generate ways of fulfilling the requirements.
Brainstorm.
What have others told you to do?
What are some of the things you can do?
How can you use your strengths to fulfill the re qui rement s ?
What is something new and different that you haven 't t r i e d?

4.

Weigh the consequences of each way.
Whi ch are simply absurd?
Which will have the best long-term consequenc es f or your self?
For the o thers involved?
Which are you most capable of doing?
What are the risks and rewards of each way?
Whi ch have the best chance of succeeding?

5.

He lp the person to consider a course of a ction.
What steps will you take?
How will you involve other people?
How will you know that yo u a r e on the right pa t h?
Is your course o f action specific enough?
Are you willing to be gin a c t ing on i t righ t now?
Is your course of action s omething dif f e rent or a re you t r ying
something that has failed be fo r e?

6.

Set an appointment for a pro gress rep or t.
Are you on your way to achieving your goal?
Are there stil l some unresolved conflict s?
Have you managed to overcome the roadblocks ?
Would you do it again?

